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Learning Starts at Birth: 
Designing Early Childhood 
Educator Residency/
Apprenticeship Programs  
A GUIDE TO ESTIMATING COSTS 
2
R
esidency and apprenticeship programs 
provide early childhood educators 
the opportunity to earn credentials 
and degrees through meaningful coursework 
and on-the-job learning experiences. 
These programs have the potential to be 
transformative by deepening educator 
expertise and laying the groundwork 
necessary for compensation parity—two key 
drivers for strengthening quality and realizing 
the potential of early care and education. 
Bank Street’s recommended design for 
residency and apprenticeship programs 
accommodates educators currently working 
in the field across all setting types (center-
based care, as well as home-based or family 
child care).  It builds from strengths and 
recognizes experience through a competency-
based design.  It also values the importance of 
learning through practical experience paired 
with coaching. These program models are 
also effective for building a pipeline of new 
educators, which is becoming an increasingly 
urgent need as communities face rising 
turnover. The Bureau of Labor Statistics 
projects 160,200 openings for child care 
workers each year over the next decade due 
to retirements or changing occupations.1  
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This, coupled with the disruption caused by 
the 2020-21 COVID-19 pandemic indicate 
that these ongoing needs will be particularly 
acute in the coming years. 
Given these trends, there is growing 
momentum for expanding the existing 
network of early childhood educator 
residency or apprenticeship programs 
throughout the country. Legislation to 
support their expansion has gained traction in 
Congress, and increased federal funding for 
the child care sector provides a path forward 
for financing. Bank Street has written about 
Realizing the Promise of Early Educator 
Apprenticeship Programs, and also about 
how funds from the American Rescue 
Plan Act can be applied to establish them.  
This document is intended to serve as a 
planning tool for states, cities, and regions 
considering the creation of residency or 
apprenticeship programs to assist in the 
development of a comprehensive cost 
estimate model.2  It is based on the best-in-
class model of educator preparation from 
Bank Street College of Education that invests 
deeply in the power of reflective supervision. 
The model is also designed to meet the needs 
of the current workforce, including educators 
already in the field. We believe the early care 
and education workforce deserves the types 
of quality professional learning experiences 
akin to what is offered to professionals 
in other fields. Brain science underscores 
the importance of this investment to 
establish a foundation for lifelong learning 
for all children. These values drive the 
recommendations we make throughout our 
design and cost model that we believe are 
essential to realizing the potential of quality 
early care and education.
We begin with several design considerations 
for creating residency or apprenticeship 
programs that impact the cost. We break this 
section into ongoing operating expenses and 
one-time planning costs. We then discuss 
considerations related to phasing in the 
program, as well as related work streams 
that are not accounted for in this cost model, 
but that are essential for residency or 
apprenticeship models to have their desired 
impact, such as the need for compensation 
parity with similarly credentialed elementary 
school educators, site and director level 
support to ensure coherence and an adequate 
supply of high-quality placement sites, and 
seamless articulation agreements across 
credentialing programs. Finally, we include a 
cost calculator tool that identifies the data 
you will need to calculate a per-educator cost 
estimate for your state, city, or region.3
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Key Design Principles For Effective Early Educator 
Residency Or Apprenticeship Models:
• Placement in high-quality settings poised to serve as effective 
learning environments for residents or apprentices
• Intensive and sustained coaching to translate theory and research 
into practice
• Opportunities to reflect and learn alongside other residents in 
advisory or cohort groups
• Accessible coursework delivered in a blended format (online and in 
person)
• Coursework tailored to the needs of the early educator and child 
care workforce using a competency-based approach
• Scholarships to cover all costs of participation
• Sustained financial incentives during and after completion of the 
program that puts early educators and child care workers on a path 
to pay parity with similarly credentialed elementary educators4
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Developing a residency or apprenticeship cost estimate requires a set of 
careful and intentional choices, policy decisions and assumptions about 
program design. On the following pages,  we have highlighted some 
key design considerations, as well as the choices we made to aid other 
communities in developing their own locally appropriate models.  For the 
purposes of our cost estimate included in our whitepaper,  Investing in the 
Birth to Three Workforce: A New Vision to Strengthen the Foundation 
For All Learning, we chose the state of New Jersey because data were 
accessible and market costs were relatively high, which helps to ensure our 
model does not underestimate costs.  We have referenced examples from 
New Jersey throughout the table below to help illustrate some of the data 
and information we used to develop our cost estimate model. 




To aid you in developing a cost estimate using your answers to these design questions, the 
appendix includes a Design Consideration Worksheet to help you track key ideas and data as 
you go.  On slide 22 you will find a link to an interactive web-based calculator that will help you 
to build a cost model using those data for your State, city or region.
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➔ If a resident’s or apprentice’s salary 
is covered by an educator’s current job 
placement the per-educator cost of the 
residency or apprenticeship model is 
significantly less.
Who Will Your Program Serve?
Design Consideration
Many early childhood educators have 
been working for years without access 
to high-quality professional support. Our 
cost model includes costs for both new and 
existing educators.
In service of both deepening the quality of 
care and creating a professional pathway 
for this workforce, it is as important to 
deepen the expertise of existing educators 
in the field as it is to provide strong 
pre-service training to new educators. 
Achieving this balance is especially critical 
as compensation increases are tied to 
program participation and/or scholarship 
funds are awarded to enable providers to 
earn degrees.
Our Approach Rationale
Will your residency or apprenticeship program target new educators to the field, 
those already working in early childhood care and education settings, or both?
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➔ Consider supplementing a resident’s current 
salary to ensure the participant is receiving a 
living wage. The MIT Living Wage calculator 
offers estimates for each state here.
➔ Thanks to momentum around state 
minimum wage laws the differential between 
a minimum and living wage is starting to 
decrease in many states. At the time of 
publication, federal policy has been proposed 
to improve the minimum wage for early 
childhood educators.
➔ If there are not enough available full time 
roles in high quality settings, consider offering 
a stipend to cover salaries for one year for 
new-to-the-field educators. 
Compensation For Residents Or Apprentices
Design Consideration
Our cost model assumes that all existing 
educators and most new-to-the-field 
residents or apprentices are working 
full time and, therefore, do not require 
a stipend during their residency or 
apprenticeship year. 
Our model assumes a $28,949 stipend 
(the equivalent of an assistant teacher 
salary in New Jersey). We assumed this 
cost will be necessary 30 percent of the 
time—averaging to $8,685 per resident or 
apprentice—for new-to-the field educators.
By including funding for a stipend, 
educators receive a living wage while 
participating in the residency or 
apprenticeship program and ensure 
residents or apprentices will be able to 
support themselves and their families 
while earning a credential. Stipends also 
incentivize participation in the program, 
and are a first step towards much needed 
compensation reform.
This pathway increases the number of 
placements in high-quality sites, trains 
more than the number of available 
assistant teacher positions they have open, 
and enables more new educators to be 
trained faster.
Our Approach Rationale
What is the target salary for a resident or apprentice while they are participating in the program? 
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➔ A yearlong residency or apprenticeship 
program could be adapted to culminate in a 
certification (i.e., CDA) or a degree (i.e., AA or 
BA). This choice will significantly impact the 
cost of the program based on the number of 
credits needed for completion.
Educational Outcome
Design Consideration
Our model assumes that the residency or 
apprenticeship program will culminate in a 
bachelor’s degree. The first 60 credits (AA) 
will be earned at a community college and 
the last 60 credits (BA) will be earned at a 
state university.
By splitting the coursework across 
institutions that offer an AA and a BA, 
our model provides an opportunity for 
a compensation bump after completion 
of an AA and also develops pathways for 
recruiting students who may not begin the 
program seeing a BA as a viable option.
This pathway becomes even more viable 
if the opportunity to attend community 
college becomes free for everyone.
Our Approach Rationale
In what degree or certification will the residency or apprenticeship program culminate?
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➔ A faculty member or coach will provide 
individual on-site observations and coaching 
supports, as well as facilitate a consistent 
group meeting of residents or apprentices. 
Cohort Size
Design Consideration
Our model assumes a recommended resi-
dency or apprenticeship cohort size of eight 
based on Bank Street’s advisory model for 
various educator preparation programs. It 
is critical to ensure advisors have sufficient 
time and capacity to observe and meet with 
residents or apprentices regularly on an 
individual and group basis.
The size of each residency or 
apprenticeship cohort should be large 
enough to allow for a diverse set of 
professional experiences and small enough 
to provide an intimate space for reflection 
and debriefing. 
Our Approach Rationale
➔ Various technological devices including 
laptops, tablets, or cameras could be required 
depending on the format in which coursework   
and supervision/advisement is delivered.
Technology
Design Consideration
Our model assumes $250 per participant 
for a tablet or computer to use during the 
program.
Some of the coursework could be offered 
in a blended format. In order to ensure that 
there are not financial hardships for any 
residents or apprentices, we have included 
the cost of hardware in the program costs.
Our Approach Rationale
What is the cohort size for the residency or apprenticeship?
What technology will residents or apprentices require?
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➔ One of the most critical elements of the 
residency or apprenticeship program is 
ensuring that faculty or coaches have enough 
time to observe, advise, and meet with 




Our model assumes that the faculty advisor 
or adjunct (coach) conducts an in-person 
site visit to the resident or apprentice once 
every three weeks for a half day and holds 
a weekly reflection meeting with each 
cohort of eight residents or apprentices. 
Virtual coaching can be also combined with 
in-person visits to increase the number of 
touchpoints with residents or apprentices 
and to extend reach when travel becomes 
a burden (including in rural areas). Virtual 
coaching works best when done in a 
blended format and once a relationship has 
been established.
Through sustained practical experience, 
supervision from core faculty, and close 
collaboration with peers, residents or 
apprentices develop the ability to connect 
theory to practice and to reflect deeply on 
their own growth as educators. Our model 
invests significantly in this set of resources 
and supports as we see it as the critical 
driver of a quality educator preparation 
program. 
Our Approach Rationale
What is the frequency for resident or apprentice site visits for coaching and cohort 
meetings for group reflection and debrief? 
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➔ Mentor teachers are accomplished 
educators who mentor  educators new to the 
field as they learn on the job and  translate 
theory into practice.
➔ Mentors need time (at the beginning and 
periodically throughout the residency year) for 
their own professional learning.
➔ Mentoring can take place across a family 
child care network or partner site if staffing 
limits the possibilities for on-site support.
Compensation For Mentors
Design Consideration
Our model assumes a $1,350 stipend for 
mentors over one year and $815 more 
for professional learning time (a two-day 
workshop before mentoring begins and 
three more days of professional learning 
throughout the year).
Mentoring takes additional time and should 
be recognized and compensated as a 
leadership role. In lieu of or in addition to a 
stipend, some mentors  receive free credits 
at the participating higher education 
institution.
The estimated professional learning cost 
includes release time for mentors. The 
cost of running the professional learning 
sessions is incorporated into the personnel 
costs discussed later in the model.
Our Approach Rationale
How will the working practitioners serving as mentors to new educators be compensated?
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➔ Coursework is the largest single line item 
in the residency or apprenticeship cost model. 
Existing sources of federal, state, and local 
financial aid can significantly offset these 
costs.
➔ Many low-income students qualify for  
existing financial aid reducing program costs 
significantly (in many cases to zero), making 
the net public investment required outside of 
scholarship programs negligible. 
Available Scholarships
Design Consideration
For the purposes of identifying an average 
cost, our model assumes that the resident 
or apprentice is a married mother of two 
children with a family income of $50,000/
year and no assets. 
Assuming that half of the residents or 
apprentices attend college full time and half 
attend part time on average, the net cost 
of the coursework portion of the residency 
or apprenticeship program—after existing 
federal and state grants are accounted 
for—would be $3,854.
50 percent of participants enroll in college 
full time, in which case the coursework 
portion of the program would be 
completely paid for by a combination of the 
federal Pell Grant and New Jersey’s Tuition 
Assistance Grant (“TAG”) (a drop from 
$36,090 to $0).
The next page includes leads for exploring 
existing financial aid programs. These 
awards are all need based and the size 
of the award will depend on the cost of 
attendance and the financial need of the 
student. Some grant programs are also 
limited to students enrolled full time, 
a commitment likely not feasible for 
most residents or apprentices if they are 
simultaneously working full time. The 
nuances of specific grant programs must be 
taken into account when developing this 
estimate. 
Our Approach Rationale
What existing grants and scholarships can be leveraged to lower the cost of the 
coursework portion of the residency or apprenticeship?
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➔ At the time of publication, momentum 
toward achieving free community college 
for all further contributes to the potential to 
significantly reduce these costs. 
➔ When allocating new scholarships and 
financial aid, programs might consider 
implementing a requirement that residents or 
apprentices remain in the early childhood field 
for a set number of years following completion 
of the program. These requirements should 
not overburden program participants, but 
could be essential to ensure that investments 
in workforce development have a sustained 
impact while other critical reforms like 
compensation parity come to fruition.
Available Scholarships (Continued)
Design Consideration
We assume that 50 percent of participants 
enroll in college part time, in which case 
the coursework portion of the program 
would be partly paid for by the federal 
Pell Grant and NJ Department of Human 
Services scholarships for infant/toddler 
educators (paid for through Child Care and 
Development Block Grant funding). In total, 
these programs would provide $28,382 in 
grants, dropping the cost of the coursework 
from $36,090 to $7,708.
Our Approach Rationale
Page 18 includes important information 
about benefits cliffs and the importance 
of considering how economic mobility can 
impact public benefit rules and scholarship 
eligibility.
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Federal Grants & Scholarships
1. The federal Pell Grant provides awards of up to $6,195 per year to 
undergraduates who have financial need.
2. Individual institutions also administer the federal Supplemental Education 
Opportunity Grant program, which provides up to $4,000 per year to 
those students with the greatest financial need.
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State & Local Grants/Scholarships
1. Many states also have substantial need-based financial aid programs. For example, 
in New Jersey, the Tuition Aid Grant (TAG) program provides up to $12,798 per year 
at private institutions and up to $9,848 at public four-year institutions to full-time 
students with financial need. Students attending New Jersey’s community colleges—
both part time and full time—are potentially eligible for smaller TAG awards (in line 
with the colleges’ lower tuition rates) or the Community College Opportunity Grant. 
2. Some states have used Child Care and Development Block Grant (CCDBG) funding 
to set up scholarship programs for educators working in programs that serve children 
receiving state subsidy funds. For example, in New Jersey, early childhood educators  
are eligible for up to $6,000 per year in additional scholarships through the NJ 
Department of Human Services (paid for through CCDBG funds).
3. Many states also implement scholarships through T.E.A.C.H. Early Childhood Programs 
to help low-income individuals participate in college coursework and earn credentials. 
The T.E.A.C.H Early Childhood National Center has information and resources for 
states interested in establishing T.E.A.C.H. Early Childhood Program scholarships.
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It is important to be mindful of economic mobility 
within public benefit rules and/or scholarship 
eligibility. If early childhood educators earn higher 
income, stipends, or tax credits as they progress 
through  residency or apprenticeship programs, 
those increases in income can interact with 
eligibility rules and lead to unanticipated losses 
of benefits, scholarships, and gaps that actually 
trap educators and their families in poverty.  For 
example, if an educator is right on the brink 
of being eligible for a Pell Grant and receives 
a tax credit for participating in a residency or 
apprenticeship program that pushes her over, 
the value of the tax credit relative to the loss 
in scholarship funding will have a significant 
negative impact. The National Center for Children 
in Poverty has created a  Family Resource 
Simulator tool to illustrate how family resources 
and expenses change as earnings increase. The 
simulator can help map out financial incentives and 
compensation increases throughout a residency 
or apprenticeship program and how they might 
impact benefits educators receive.





n order for residency or apprenticeship 
programs to have the desired impact, 
institutions of higher education will need to 
make sufficient investments toward program 
development up front before recruiting 
residents or apprentices. Some of these 
costs are associated with program design 
while others support building an institution’s 
capacity to implement the programs, including 
a potential investment in intermediaries. 
These investments ensure educators will be 
well-prepared to work across a diverse array 
of settings with children of all ages groups. 
For example, intermediary organizations 
could support a full range of work associated 
with implementation of residency or 
apprenticeship programs by aiding in 
the design of coursework, supplying and 
overseeing coaches for fieldwork supervision 
and advisory, recruiting participants, and 
supporting placement sites. The lack of 
consistent credential requirements for 
educators working with children ages birth 
to three has generated little incentive for 
institutions of higher education to invest 
in infant/toddler-specific coursework or to 
hire full-time faculty with deep expertise in 
infant/toddler development. As a result, our 
research indicates that there is a significant 
gap in infant/toddler expertise at most 
institutions of higher education throughout 
the country; increasing expertise and the level 
of support could help to advance and build 
the changes we need more quickly. Of the 28 
states offering infant/toddler certificates, 
credentials, or endorsements in 2014, only 
half required more than one or two courses 
covering infant and toddler development to 
earn the credential. Additionally, field-based 
experiences are limited. In some states, a 
significant percentage of programs reported 
that students were not even offered the 
option of working with children under age 
three during their practicum or student 
teaching experiences (e.g., 30 percent of 
the state of Washington’s bachelor’s degree 
programs noted that working with infants and 
toddlers was not an option for their students). 
A lack of faculty expertise with this age group 
exacerbates these problems. For example, less 
than 40 percent of early childhood education 
bachelor’s degree faculty in Tennessee 
reported that their expertise included 
children from birth to two years old.5   
Deeper investment must be made to build 
capacity within institutions of higher 
education for residency or apprenticeship 
programs to have a positive impact on 
the quality of child care programs serving 
children of all ages. Therefore, we strongly 
recommend hiring a full-time faculty member 
with experience working with a diverse array 
of child care providers, including home-
based or family child care providers, as well 
as expertise in infant/toddler development. 
While the salary and benefits for this faculty 
member will eventually be covered by the 
tuition (or scholarships) received from the 
participating residents or apprentices, we 
recommend that the institution cover the cost 
of the faculty member’s salary for one year 
prior to program implementation, which will 
enable the necessary planning and curriculum 
development and ensure potential applicants 
of the program’s strength. Additionally, a 
project director who supports logistics, 
recruitment, and overall project management 
is also recommended. We outline these and 
other one-time planning costs in the table 
below:
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How will you staff the following 
responsibilities? Do you have sufficient 
dedicated expertise in higher education to 
operate at the scale needed?
• Course development
• Identifying high-quality placement sites 
• Supporting and liaising with on-site 
staff
• Making decisions related to overall 
program design
• Supervising and coordinating with 
faculty advisers or adjunct coaches for 
fieldwork supervision and advisory
Full-Time Faculty Member Or Program Director
Design Consideration
We strongly recommend covering 
the salary plus benefits of a full-time 
faculty member with experience in 
a diverse array of settings, as well as 
expertise in infant/toddler development 
for a one-year planning period. If the 
residency or apprenticeship program is 
being implemented by an institution of 
higher education, this full-time faculty 
member could also serve as the program 
director responsible for the full range of 
work required for program design and 
implementation. 
However, if you are a systems leader 
looking to create more than one or a 
network of residency or apprenticeship 
programs, you should consider the costs of 
program coordination and administration, 
as well as higher education or intermediary 
capacity. This may provide some 
opportunities for shared costs.
This is a one-time planning cost because 
the salary and benefits will be covered 
by tuition during at-scale program 
implementation.
If a program director is required for 
coordination across residency or 
apprenticeship programs at the state or 
local level, ongoing funding for their time 
will be required, but may be able to be 
partially funded by tuition depending on 
the size and design of the program.
Our Approach Rationale
Will you hire a full-time faculty member or program director to supplement existing capacity?
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The full-time faculty member or project 
director will likely require support related 




We recommend covering the salary and 
benefits for 50% full-time employee (“FTE”) 
for the one-year planning period to assist 
with project management, recruitment 
and communications (for prospective 
residents or apprentices and placement 
sites), and coordination across participating 
institutions of higher education and 
intermediaries (if applicable).
This is a one-time planning cost because 
this staffing should be covered by tuition 
during at-scale program implementation. 
Our Approach Rationale
What support will the full-time faculty member or project director need?
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Visit The Online Calculator
This interactive web-based calculator helps you to calculate a per-educator cost estimate 
for your state, city, or region using your answers to the critical design questions in this 
guide to building a residency or apprenticeship program.
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To calculate the total cost based on the 
per educator and one-time planning costs 
estimated above, you will need to consider the 
overall number of educators the program will 
aim to serve and how quickly you can scale 
to get there. In our model, we approached 
program phase-in and overall cost as follows:
➔ We assume it will take three years to phase 
in the program to serve the targeted number of 
educators.  
➔ It is also important to factor in attrition 
when accounting for the number of residents 
or apprentices to recruit per year (our model 
assumes 5 percent attrition per year). 
➔ To estimate overall costs, you must also 
consider how long it will take a typical resident 
or apprentice to complete the program. To 
ensure full potential costs are accounted for, our 
model assumes that all participants will need 
the full course load and timeline (six years) to 
complete the program. If prospective residents 
or apprentices in your state, city, or region 
matriculate with some undergraduate credits, 
they will be able to graduate from the program 
faster, reducing the overall cost.






esidency or apprenticeship models 
have the potential to offer the type 
of highly effective job-embedded 
learning experiences that will sustainably 
transform the quality of child care.   However, 
this promise will only be fully realized if paired 
with comprehensive compensation reform. 
As participants advance through a residency 
or apprenticeship model and achieve higher 
credentials, they should ultimately achieve 
pay parity with similarly credentialed 
elementary school educators. Without 
this critical shift, retention of educators 
within the early childhood field will be very 
difficult. Page 8 of this resource published 
by the National Center on Early Childhood 
Development, Teaching, and Learning outlines 
a helpful framework for thinking about the 
costs associated with achieving compensation 
parity for the early childhood care and 
education workforce.
There are several additional policy measures, 
outside of program design, that should also 
be taken into account to ensure coherence, as 
well as successful implementation:
 
➔ First, it is important to consider that in 
many states and communities, a seamless 
transfer of credits from two-year to four-
year institutions of higher education poses 
significant challenges for residency or 
apprenticeship programs that culminate 
in BA degrees. To ensure that participants 
do not need to take extra courses because 
of the transition, policy efforts to establish 
residency or apprenticeship programs must 
pay attention to creating a more seamless 
system. For example, cities, states, and other 
regions could require articulation agreements 
between two- and four-year institutions as a 
requirement for higher education institutions 
participating in the program.  
➔ Sufficient guidance capacity to support 
students with navigating the application and 
matriculation process, including financial 
aid and scholarships, transfer credits, and 
the logistics of program entry, is critical for 
participating institutions of higher education. 
This might include a need for liaisons or 
guidance counselors between two-year and 
four-year institutions of higher education 
to support residents or apprentices as they 
progress through degree programs. These 
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counselors could also potentially support 
students with a range of needs to help 
retain them until program completion. If 
these resources do not exist or need to be 
supplemented, additional costs of attrition 
should be factored into cost models.
➔ Allocating resources for training child care 
program leaders is another consideration. 
While some site-based capacity building is 
included in our program design, additional 
investment in coaching for site-level leaders 
would amplify the impact of educator 
residency or apprenticeship programs and 
ensure that residents or apprentices receive 
coherent and aligned support to continuously 
deepen their expertise during and after they 
complete the program. This investment will 
also contribute to the creation of additional 
high-quality placements sites over time.
 
➔ Finally, building the capacity of staffed 
child care networks will help ensure that 
residency and apprenticeship programs 
are well poised to serve home-based or 
family child care providers. While our 
residency model is intentionally designed to 
accommodate educators across all setting 
types, additional support reaching educators 
in home-based settings will help ensure 
that the programs are truly customized and 
supportive of all educators.   
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While many of the ongoing programmatic 
costs we outline could potentially be 
covered by existing funding available 
within federal and state financial aid and 
scholarship programs, these programs will 
require additional funding to cover initial 
one-time planning costs and any of the 
relevant additional considerations outlined 
in the previous section. These needs may be 
addressed by exploring private philanthropy 
and public/private partnerships, as well 
as funding associated with registered 
apprenticeship programs or Workforce 
Innovation & Opportunity Act grants. The 
infusion of additional federal resources 
following the COVID-19 pandemic (like the 
American Rescue Plan Act) also offers the 
potential to design and develop these types 
of programs, building the pipeline of talent 
the early childhood care and education field 
needs well into the future. We urge you 
to join the growing number of states and 
communities building new and responsive 
professional learning and career pathways 
for the early childhood workforce so they 
can earn credentials that will meaningfully 
strengthen their practice in support of the 
healthy growth and development of all young 
children. 
For further support and to learn more about 
the Learning Starts at Birth initiative at Bank 
Street, visit our website.
Revenue Planning  
Strategies/Ideas
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We urge you to join the growing number of states 
and communities building new and responsive 
professional learning and career pathways for 
the early childhood workforce so they can earn 
credentials that will meaningfully strengthen their 
practice in support of the healthy growth and 






Based on the design considerations and our approach outlined in the previous sections, below is a list of the data and information you’ll need for 
your state, city, or region. Before you begin entering values into the cost estimate calculator, it will be helpful to have values for the following on 
hand: 
Design Consideration Notes Fill In Your Responses
Compensation For Residents or Apprentices
 ➔ What is the target salary for a resident or 
apprentice while they are participating in the 
program? 
This is any additional stipend or salary supplement you will 
provide on top of the apprentice’s or resident’s income associated 
with their employment.
(Enter annual salary supplement or stipend. Do not include in-
come associated with resident or apprentice’s employment.)
 ➔ Do you plan to cover the full salary to create 
additional job placements in high quality 
settings for new-to-the-field educators? 
If yes, apply the annual salary multiplied by the percentage of 
residents or apprentices that will receive it here.
For example, our model assumes a $28,949 stipend (the equiv-
alent of an assistant teacher salary in New Jersey). To create an 
adequate number of available assistant teacher positions in high 
quality placement sites, we assumed this cost will be necessary 
30 percent of the time—($28,949 x .3) averaging to $8,685 per 
resident or apprentices.
(Enter annual salary multiplied by the % of residents that will 
receive it)
31
Design Consideration Notes Fill In Your Responses
Educational Outcome
 ➔ In what degree or certification will the 
residency or apprenticeship program 
culminate? 
Choose one:
 ➔ Other Credential
 ➔ Associate Degree
 ➔ Bachelor’s Degree
Cost Per Credit for Other Credential (This value should be 0 if you selected Associate or Bachelor’s 
degree)
Average Number of Credits Required for Other 
Credential
(This value should be 0 if you selected Associate or Bachelor’s 
degree)
Cost Per Credit at Community College (This value should be 0 if you selected ‘Other Credential’)
Average Number of Credits at Community College 
Required For Resident or Apprentice to Complete 
Associate Degree
Most Associate degree programs require a total of 60 credits. 
(This value should be 0 if you selected ‘Other Credential’)
Cost Per Credit at 4 Year College or University (This value should be 0 if you selected ‘Other Credential’ or Asso-
ciate degree)
Average Number of Credits at 4 Year College or 
University Required For Resident or Apprentice to 
Complete Bachelor’s Degree
Most Bachelor’s degree programs require a total of 120 credits. 
Our model assumes 60 credits earned at Community College and 
the last 60 credits at a State University.
(This value should be 0 if you selected ‘Other Credential’ or 
Associate degree)
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Design Consideration Notes Fill In Your Responses
Fieldwork Supervision & Advisory
 ➔ How many residents or apprentices will each 
faculty member/coach support?
Our model covered 1 visit to each resident or apprentice every 
3 weeks and weekly visits with a cohort of 8 residents or 
apprentices. One faculty/coach could work with up to 2 cohorts 
(16 residents or apprentices) per year.
 ➔ What is the annual salary plus benefits for the 
faculty member/coach?
Technology
 ➔ What technology will residents or apprentices 
require?
(Enter the cost of technology that will be covered by the program)
Compensation for Mentors
 ➔ How will the working practitioners serving as 
mentors to new educators be compensated?
(Enter an annual stipend)
Release Time for Professional Learning for 
Mentor Teacher
 ➔ How many hours of professional learning will 
you require?
(Enter total number of hours)
 ➔ What is the cost per hour to cover release 
time?
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Design Consideration Notes Fill In Your Responses
Tuition costs covered by federal grants and 
scholarships
The federal Pell Grant provides awards of up to $6,495 for 
undergraduates who have financial need. Individual institutions 
also administer the federal Supplemental Education Opportunity 
Grant program, which provides up to $4,000 per year to students 
with the greatest financial need.
(Enter estimated total for federal grants and scholarships based 
on the average financial profile for your target population of 
residents/apprentices)
Tuition costs covered by state grants and 
scholarships
Many states have substantial need based scholarships. When 
exploring these options pay close attention to requirements 
regarding full-time vs. part-time college enrollment.
(Enter estimated total for state grants and scholarships based on 
the average financial profile for your target population of resi-
dents/apprentices)
Tuition costs covered by state 
grants and scholarships for Full-
Time students:
Tuition costs covered by state 
grants and scholarships for Part-
Time students:
 ➔ What percentage of residents/apprentices will 
be attending college full time vs. part time?
(Enter estimated % that will be attending college full time vs. part 
time)
Percentage of Residents or 
Apprentices Attending College Full 
Time:
Percentage of Residents or 




Refer back to the Designing Early Educator Residency/Apprenticeship Programs: A Guide To Estimating Costs paper for details regarding the creation 
of a phase in plan and total cost estimate. A careful scaling plan will account for the time it takes to phase-in based on existing capacity, 
participant attrition, and how long it will take a typical resident or apprentice to complete the program.
Please also review the ‘Additional Considerations’ section for a description of accompanying investments and policy considerations that are 
critical to a residency or apprenticeship program’s success but are not included in this cost estimate model. These include: comprehensive 
compensation reform, seamless transfer of credits across institutions of higher education and professional learning providers, guidance 
capacity, program level support, and building the capacity of staffed child care networks.
Design Consideration Notes Fill In Your Responses
Faculty Member or Program Director (Enter annual salary plus benefits to cover cost of this function for 
a planning year)
Project Support (Enter annual salary plus benefits to cover cost of this function for 
a planning year)
35
1 Bureau of Labor Statistics. (2021). Occupational Outlook Handbook: Childcare 
Workers. Retrieved from https://www.bls.gov/ooh/personal-care-and-service/
childcare-workers.htm#tab-6
2 The model outlined in this paper is based on the design recommendations 
for Bank Street’s residency program detailed in Investing in the Birth to Three 
Workforce: A New Vision to Strengthen the Foundation For All Learning. 
Current federal and state regulations on registered apprenticeship programs 
should also be considered if localities are pursuing funding associated with that 
specific approach.
3 It is important to note that our model is only as strong as the data that we 
were able to gather for our analysis. This is not intended to serve as a final cost 
estimate, but rather as an illustration of cost drivers and as an illumination of 
the design considerations and policy recommendations embedded in Investing 
in the Birth to Three Workforce: A New Vision to Strengthen the Foundation for All 
Learning. Because of persistent underinvestment in the early care and education 
workforce, data capturing the state of the current workforce is limited. Local 
leaders within each state, region, or locality likely have knowledge and access 
to other information that could strengthen the analysis. As this work advances, 
parallel efforts to fund and collect better data on the early childhood care and 
education workforce would support stronger planning and implementation of 
these and related efforts.
4 Sharrock, E., & Parkerson, C. (2020). Investing in the Birth-to-Three Workforce: 
A New Vision to Strengthen the Foundation for All Learning. Bank Street College 
of Education. Retrieved from https://educate.bankstreet.edu/bsec/1
5 National Center on Child Care Professional Development Systems and 
Workforce Initiatives. (2014). Strengthening the early childhood and school-age 
workforce: A tool to improve workplace conditions, compensation, and access to 
professional development. Washington, DC: ZERO TO THREE.
Endnotes
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This tool was developed using the cost model included in Investing in the Birth-to-Three 
Workforce: A New Vision to Strengthen the Foundation for All Learning. For help using this tool 
to design residency or apprenticeship programs within your community please contact us at 
learningstartsatbirth@bankstreet.edu
